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From a managerial perspective, the retention of high-quality
employees has increased in importance (Holtom, Mitchell,
Lee, & Eberly, 2008). Turnover impacts not only productivity
(Argote, Insko, Yovetich & Romero, 1995; Firth, Mellor, Moore,
& Loquet, 2004) but also profits (Richardson, 1999). Meta-
analyses have found a significant relationship between job
performance and actual voluntary turnover (Griffeth, Hom, &
Gaertner, 2000); and between supervisory and self-rated job
performance; and intent to turnover (Zimmerman & Darnold,
2009). The relevance of turnover can also be viewed from
the perspective of the high costs involved in the induction and
training of new personnel, and the issue of organisational
productivity (Siong, Mellor, Moore, & Firth, 2006). Certain
industries, in fact, consider turnover tobe important to various
aspects of human resource management, such as staffing,
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Futrell, & Johnston, 1996).
The dynamics of the relationship between the organisa-
tion and its members have undergone significant changes
with the increased fluidity in business environments. The
earlier approach had managers as the controllers of
authority,with theemployeesbeing controlled andexpected
to fulfil rule-bound tasks without raising any questions
(Cunningham, Hyman, & Baldry, 1996; Randolph, 1995). This
approach viewed managers as influencers, not as individuals
who could empower their subordinates (Kark, Shamir, &
Chen, 2003). In a stable environment such as that in which
many organisations worked earlier (Daft, 2010: 30), such an
approach would be likely to yield dividends (Bergquist,
1993), but is less suited in the mostly unstable situations
that many contemporary organisations face now. The chal-
lenges presented by today’s dynamic environment require
greater flexibility and adaptability for most organisations
(Daft, 2010: 29). Therefore, it becomes necessary to move
from this traditional, hierarchical, position-based approach
of management to one that allows for the empowerment of
employees (Carson & King, 2005). Thus, organisations and
managers may be seen as shifting from a mindset based on
a rigid, mechanical system to one based on flexible systems
where everyone is involved in identifying and solving prob-
lems, enabling the organisation to continuously experiment,
improve, and increase its capability (Daft, 2010: 30). While
the earlier focus onwell-established processes and practices
can ensure the predictability and consistency of an organi-
sation’s routine activities (and hence ismore suited to stable
contexts), the approach is inconsistent for situations that are
high in diversity and ambiguity (Benner & Tushman, 2003).
This changed participation-based approach is perceived
to promote the feeling that the organisation is an extension
of one’s self, which ensures that the members are high in
loyalty and have lower intentions of leaving. The concept of
identification comes into play when organisational members
increasingly begin to view the organisation as being closely
interwoven with their own self-identity. The belief that their
fate is to a great extent interlinked with and determines the
fate of the organisation becomes dominant.
If this logic of organisational practices is indeed the driver
of modern organisational design, then normatively, those
individual employees who feel a sense of oneness with the
organisation are likely to be more satisfied and, therefore,
would have lower turnover intentions. Identification tends to
promote positive responses towards one’s organisation
(Ashforth & Mael, 1989), as it is a feeling of psychological
inclusionorbelongingness toaparticular firmor institution. As
identification leads the employees to feel they are an exten-
sionof their organisation, theywouldbe likely tobemore than
willing to takeuptheassignmentsof theorganisation.Further,
it conveys a sense of being a part of something, as an indi-
vidual’s definition of self is tied to his/her membership in
a particular firm (Ashforth, Harrison, & Corley, 2008; Ashforth
&Mael, 1989;Dutton,Dukerich,&Harquail, 1994).Therefore,
such individuals would be less likely to consider work as
a burden, and would have lower turnover intention (TI).
Similarly, enabling practices inwhich themanagers display
support for individual employees should empirically relate
with the higher identification of employees. In general,
employees have two seemingly preeminent relationships atworkdone with the immediate supervisor and the other with
the organisation (Masterson, Lewis, Goldman, & Taylor, 2000:
740). The context of social exchange, for example, treats it as
the relationship between the organisation and the individual
(perceived organisational support), the individual and
another individual (LeadereMember Exchange), and includes
elements of both (interpersonal and system-level justice
components). In our view, another way to extend and
strengthen the research would be to include indirect ways of
measuring the relationship in such treatments. The percep-
tion of the direct relationship between individuals and the
organisation, as well as the indirect perception of the general
environment of a relationship, is likely to contribute to atti-
tudes and behaviours. Members are likely to evaluate
‘enablers’ as the leader or the organisation, based on how
they are treated aswell as howothers are treated. Even if one
is treated well, the relatively poor treatment of others may
set people thinking. The possibility that theymay have to face
a similar fate is likely to come to their mind. Hence, if an
individual views his/her supervisor or, even the general
atmosphere of the relationship to be supportive, he/she is
more likely to identify with the organisation.
The same is expected to be the case in the Indian context,
where change has been the buzzword for the last two decades
in general, and the last decade in particular. An increasing
number of organisations from this country have been able to
successfully replicate and adapt the best management prac-
tices and organisational designs. These organisations are now
successful locally, and have also emerged as international
giants. Therefore, it appears that organisational members
who identify more with the organisation are likely to display
lower turnover intention, and a higher quality of exchange
relationship is likely to be positively related with the
employees’ identification in India.
Literature review
Social exchange mechanism and quality of
LeadereMember Exchange (LMX)
Social exchange researchers view employment as the
trading of effort and loyalty for tangible benefits and social
rewards (Rhoades & Eisenberger, 2002). In an exchange
relationship, under the norm of reciprocity, one entity’s
favourable treatment of another obliges the return of
favourable treatment from the other (Gouldner, 1960).
Similarly, in an organisational setup, the application of the
reciprocity norm to the relationship between an employee
and the employer would expect favourable treatment
received by either party to be reciprocated by the other,
leading to beneficial outcomes for both.
A leader may not be able to make contact with all the
followers. Therefore, according to the LeadereMember
Exchange (LMX) theory, the leader tries to satisfy the
followers by forming a special relationship with a small set of
followers (Gerstner & Day, 1997). This differential treatment
results in two groups of followers: those who are part of the
inner circle of the leader (in-group members) and those with
whom the leader’s relationships are formal or superficial
(out-group members). The in-group includes a small number
of followers whom the leader trusts, and with whom he/she
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Schriesheim, Castro, and Cogliser (1999) discuss the four
stages of the evolution of the LMX theory. In the first stage,
the leaders were portrayed as forming differentiated rela-
tionship with their subordinates, which in itself was
different from the earlier assumption of the display of
consistent behaviour. The second stage focussed on the
display of the relationship within the work-unit. In the third
stage, the emphasis shifted from the differentiation to the
leaders working to develop a one-on-one partnership with
their followers. In the final stage, they emphasised that the
focus shifted from the dyad to larger collectives.
The quality of LMX has been found to be positively corre-
lated to the follower’s satisfaction, organisational commit-
ment, role clarity, work-group cohesiveness, organisational
climate, leader power, performance ratings given by leaders,
and objective performance, and is negatively correlated to
role conflict and turnover intentions (Bauer & Green, 1996;
Cogliser & Schriesheim, 2000; Deluga, 1998; Gerstner & Day,
1997; Schriesheim et al., 1999). Overall, a high-quality rela-
tionship with one’s leader can have a positive effect on
performance and affective outcomes (Gerstner & Day, 1997;
Krishnan, 2005). The measurement of the quality of LMX is
not without criticism. The measures have been criticised for
their ad hoc approach and lack of psychometric robustness.
Issues related to the existence of only moderate correlations
between leader and member perceptions, and the relation
between different measures have been raised (Gerstner &
Day, 1997; Schriesheim et al., 1999).
In fact, some researchers have even suggested abandon-
ing the LMX theory, as they feel it does not enhance our
understanding of supervisor-subordinate exchanges in any
meaningful manner (Yukl, 2006, cited in Khatri, 2011). There
are somepromising alternatives such as Khatri’s (2011)work,
which attempts to address three limitations of the LMX the-
orydinsufficient capture of the exchange process, focus on
the beneficial effect, and focus away from the cross-cultural
influence. The present study follows this line of thought.
While commenting on the state of affairs of the research on
LMX, Schriesheim et al. (1999) discuss the level of analysis at
which the phenomena are expected to hold, and explore
alternative level(s) of analysis as recommendations for
future research on LMX. Along these lines, the present study
expands the perception of exchange, to include the general
environment of exchange apart from the dyadic level.Organisational identification
Organisational identification (OID) involves the perception
of belonging to or ‘oneness’ with an organisation of which
the person is a member (Ashforth & Mael, 1989). Interest in
identification within organisational settings has grown
considerably, as its implications for organisations have been
highlighted (Kreiner & Ashforth, 2004; Pratt, 1998). It has
been found to be positively associated with performance
and organisational citizenship behaviours, and negatively
correlated to turnover (van Knippenberg, 2000). It has also
been argued that OID fosters a sense of meaning and
belonging at work, and positively affects employees’ job
attitudes and perceptions of their work environment
(Ashforth, 2001; Kreiner & Ashforth, 2004).At the organisational level, perceived external image or
construed external prestige, i.e., the perception that
employees have regarding the way outsiders view their orga-
nisation (Smidts, Pruyn,&vanRiel, 2001), andcommunication
(communication climate as well as communication content)
(Smidts et al., 2001; Weisenfeld, Raghuram, & Garud, 1999)
have been found to predict organisational identification. In
relation to demographic variables, organisational tenure has
been consistently found to positively affect employee iden-
tification (Bhattacharya, Rao, & Glynn, 1995). Regarding
dispositional factors, conceptual (Mael & Ashforth, 1992) and
empirical works (Kreiner & Ashforth, 2004) have explored
individual differences as predictors of OID.
Turnover intention
Many studies in the past three decades have addressed
employee turnover. Turnover can be (and has been)
explained on the basis of individual differences, stress- and
change-related attitudes, contextual variables like inter-
personal relationships and culture, time consideration, and
so on (Holtom et al., 2008). However, the phenomenon is still
far from being fully understood, since there are open
methodological questions (Steel, 2002), and also because
some of the psychological processes underlying an individ-
ual’s withdrawal from an organisation are still unclear (Van
Dick, Wagner, Stellmacher, & Christ, 2004). The modern
theoretical model of the construct was proposed by Mobley
(1977). It involves the role of turnover cognitions such as
thinking of quitting, intention to search, and intention to
quit that lead to actual turnover, and therefore, act as direct
antecedents of job separations that mediate the
effectsddirectly or indirectlydof all other determinants
(Sager, Griffeth, & Hom, 1998). Griffeth, Steel, Allen, and
Bryan (2005) found that job market cognition explains turn-
over variance over and beyond satisfaction. Behavioural
intentions are immediate precursors to action, theoretically
as well (Ajzen, 1991; Igbaria & Greenhaus, 1992). More
specifically, the intention to leave is related to actual turn-
over (Firth et al., 2004; McCarthy, Tyrrell, & Lehane, 2007,
cited in Van Schalkwyk, duToit, Bothma,&Rothmann, 2010).
Hypothesis
Quality of exchange and organisational
identification
The exchange-based practice of the perceived quality of
leaderemember exchange is expected to relate with OID. In
the changed scenario, the fluid environment oftenmandates
jobs that are low inwell-defined structures and roles in order
to ensure flexibility. Decision making in such environments,
however, has the limitation that there is no predefined best
way of performing a given task. Under such circumstances,
a subordinate is quite likely to have apprehensions regarding
the possible repercussions of the decisions taken by him/her.
An enabling exchange relationship on the part of
amanager, therefore, not only ensures the hassle free flow of
work in such circumstances, but also saves the subordinate
from fallouts of the decisions taken. Therefore, the risks
taken by subordinates need to be shared, and their
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display of appropriate behaviours on the part of the supervi-
sors, such as defending the honest mistakes of their subordi-
nates. When these exchange relationships are displayed by
the managers, their subordinates are likely to feel enabled to
help the organisation tide over uncertain situations. Members
can take quick decisions and can see the effects of their
efforts on organisational success. This participation-based
loyalty is likely to enhance the feeling of oneness with the
organisation, as the members now see their fate/success
intertwined with the fate/success of the organisation. The
quality of LMX is, therefore, likely to positively correlate with
the members’ identification with the organisation. High LMX
with the supervisor (as the organisational agent) will signal
that the organisation values the subordinate. The perceived
organisational support and ‘valuing’ that he/she experiences
will, in turn, provide increased feelings of self-worth. Feelings
of self-worth and esteem tend to increase self-enhancement,
wherein the individual’s identity is enhanced (Sluss,
Klimchak, & Holmes, 2008).
To summarise, LMX facilitates organisational identifica-
tion. The high quality of the exchange relationships with the
supervisor makes the employees feel they are valued
members of the organisation (Tyler & Blader, 2000). Even
others would begin to view these employees as important
members of the organisation (Rhoades & Eisenberger, 2002).
This sense of membership and the ensuing respect in the
organisation makes employees more willing to inculcate
organisational attributes into their own self-identity. So far,
not many works have explored the relationship between LMX
and OID, perhaps because the former is a construct directed
at the interpersonal level while the latter is a construct
directed at the organisational level (see Sluss et al., 2008 for
an exception to this; also see Epitropaki & Martin, 2005).
Hypothesis 1. High quality of interpersonal leader-
emember exchange (LMX-I) is significantly positively
related with organisational identification.For the purpose
of this study, exchange as a construct has been oper-
ationalised as being directed at two levels. The first oper-
ationalisation is that of the well-researched construct of
LMX as the perceived quality of the exchange relationship
between self and one’s supervisor (which we refer to as
LMX-I), and the second one is that of the perceived quality
of the exchange relationship environment in the organisa-
tion in general (EEX-O). A member bases his/her judgement
about the exchange relationships not only through inter-
actions with his/her own supervisor but also on the basis of
the general environment in the organisation. An individual’s
perceptions regarding whether people respect and admire
one another’s knowledge and skills, whether they work
hard for the organisation, whether they do any jobs beyond
their specific job descriptions, and so on are likely to
measure the individual’s generalised perception of the
exchange relationship in the organisation. Higher perceived
EEX-O is likely to be positively related with higher identi-
fication of the member with the organisation, as he/she is
likely to feel a sense of belonging to the organisation.
Hypothesis 2. Perceived high quality of exchange directed
at the organisation (EEX-O) is significantly positively relatedwith organisational identification.Since OID is the feeling
for the organisation as a whole, the general level
phenomena as well as the phenomena directed at the
organisation are likely to relate more with OID than the
interpersonal-level phenomena or the phenomena directed
at individuals. For instance, Christ, van Dick, Wagner, and
Stellmacher (2003) found that school teachers’ team iden-
tification predicted organisational citizenship behaviours
(OCBs) towards their team and organisational identification
predicted OCBs towards their organisation, whereas career
identification predicted OCBs towards their own qualifica-
tions. Van Dick et al. (2004) replicated these findings, and
showed that team identification predicted team climate,
whereas organisational identification predicted turnover
intentions (considered as a construct directed at the
organisation) and job satisfaction (considered as
a construct directed at the work-group level). Similarly, van
Knippenberg and van Schie (2000) tested and found support
for the differential effects of OID and work-group identifi-
cation (WID); however, their results indicated that WID
would be a better predictor of turnover intention. These
studies showed mixed evidence related to the differential
effects of different levels of identification on outcomes
directed at different levels. Nevertheless, we extended the
same logic and designed this study to observe the effect of
antecedents (LMX-I and EEX-O) directed at different levels
(individual vs. general, respectively) on OID. The effect of
these antecedents directed at the same level as that of the
outcome variable would be significantly more than the
effect when they are directed at a lower level. Therefore,
the perceived organisational characteristic of EEX-O is ex-
pected to relate more with OID than the perception of the
quality of LMX-I.
Hypothesis 3. Quality of general exchange environment in
the organisation (EEX-O) explains more variance in organ-
isational identification than quality of leaderemember
exchange directed at individuals (LMX-I).
Quality of exchange and turnover intention
The extant literature provides ample evidence relating
quality of LMX and turnover intention (TI). Gerstner and
Day’s (1997) meta-analysis established a significant rela-
tionship between the two constructs. The quality of LMX
has been tested as a direct predictor of TI with dispositional
covariates such as extraversion (Bauer, Erdogan, Liden, &
Wayne, 2006) as well as situational covariates such as
perceived justice (Hyung-Ryong, Murrmann, Murrmann, &
Kyungmi, 2010). It has also been tested as an indirect
predictor through constructs such as commitment (Joo,
2010). It has also been used to explain the relationship
between TI and its antecedents, such as the perceived
fairness of supervisor feedback (Sparr & Sonnentag, 2008).
An earlier work on software professionals in the Indian
context (Bhal & Gulati, 2006) also established the rela-
tionship between the two constructs. In this study, LMX was
found to be related to TI through mediation of voice,
interactional justice, and organisational commitment.
However, there are relatively few works that relate the
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intention. To the best of our knowledge, no prior study
simultaneously tested the effect of exchange directed at
the individual and the general environment in the organi-
sation. Moreover, as stated earlier, the outcomes when the
antecedents are directed at different levels are expected
to relate differently.
Hypothesis 4. Quality of interpersonal leaderemember
exchange (LMX-I) is significantly negatively related with
turnover intention.
Hypothesis 5. Quality of general exchange environment
(EEX-O) is significantly negatively related with turnover
intention.
Hypothesis 6. Quality of general exchange environment
(EEX-O) explains more variance in turnover intention than
quality of leaderemember exchange directed at individuals
(LMX-I).
Organisational identification as a mediator
between exchange and turnover intention
Organisational identification has been found to be related
to a range of employee behaviours, including the intention
to stay with the organisation (see the meta-analysis of the
studies on OID in Riketta, 2005). For instance, the studies
involving constructs directed at organisations have tested
OID acting as a mediator for the relationship between
perceived organisational support and TI (Edwards & Peccei,
2010), and procedural and distributive justice and TI
(Olkkonen & Lipponen, 2006). However, some other studies
have found support for satisfaction mediating the rela-
tionship between OID and TI (Bedeian, 2007; van Dick,
Grojean, Christ, & Wieseke, 2006), while others have
found supervisory support to act as a covariate of OID in
predicting TI (van Knippenberg, van Dick, & Tavares, 2007).
Similarly, the relationship between OID and TI has been
found to be mediated sequentially by affective commit-
ment and job satisfaction (Bedeian, 2007). There are some
studies in the Indian context that deserve mention. Mishra
and Bhatnagar (2010) report emotional dissonance as the
mediator in the relationship between OID and TI in the
Indian pharmaceutical industry. Cole and Bruch (2006)
relate OID and TI based on a large sample of employees
(10,948) in an Indian steel manufacturing company. Das,
Dharwadkar, and Brandes (2008) relate OID to TI in an
offshore call centre in India.
There is strong evidence relating OID with turnover
intentions, which is generally considered to be an organi-
sation-focussed outcome (Masterson et al., 2000; Van Dick
et al., 2004); however, conflicting results such as the
mediation of constructs directed at lower levels (such as
satisfaction) as well as evidence relating work-group iden-
tification rather than organisational identification with TI
(van Knippenberg & van Schie, 2000) point towards the need
for further research in this direction. We, nevertheless, stick
to our proposal that since OID is directed at the organisation,
it will be related with turnover intention and will mediatethe relationship between both types of exchange relation-
ship and the precursor to behaviour (i.e., TI).
Hypothesis 7. Organisational identification is significantly
negatively related with the member’s turnover intention.
Hypothesis 8. Organisational identification mediates the
relationship between quality of interpersonal leader-
emember exchange (LMX-I) and turnover intention.
Hypothesis 9. Organisational identification mediates the
relationship between quality of general exchange environ-
ment (EEX-O) and turnover intention.
Method
Sample and procedure
A convenience sample of working people was used through
a Web-based survey. Email-based requests (totalling 1000)
for completing the survey in two waves were sent to the
targets. The purpose of the study and the approximate time
needed to complete the survey were communicated in the
introduction. The respondents were specifically requested
to take the survey only when they had some time to spare.
In the first mail, only the link pertaining to the first survey
was sent. On learning that some respondents were facing
difficulties in taking the survey online, a soft copy of this
survey was sent to the respondents. Later requests were
sent with the link to the first survey along with a soft copy.
A total of 260 respondents took the first survey that
contained items about the quality of LMX and OID. After
a suitable period of time, only these respondents were
asked to consider participating in the second wave of the
survey, which contained items on turnover intention. Based
on the experience from the previous wave, the requests
were sent with a link to the survey as well as a soft copy. A
total of 169 completed responses were considered for the
second survey. The analysis, therefore, has been done on
a sample size of 169 respondents.
Measures
Leaderemember exchange
Liden and Maslyn’s (1998) measure of multidimensional LMX
was used to measure the leaderemember exchange quality.
The dimensions of affect, loyalty, contribution, and profes-
sional respect included 12 items. The items of the contri-
bution and the professional respect dimensions were
modified to reflect the generalised perception of exchange
quality, instead of the interpersonal one. Therefore, this
study included both the interpersonal (LMX-I) and the
general level (EEX-O) perceived quality of exchange
measures. Only the subordinates’ responses were collected.
Organisational identification
This study measured OID based on Ashmore, Deaux, and
McLaughlin-Volpe’s (2004) multidimensional con-
ceptualisation for collective identification. Heere and
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of sports for the team identification of the fans of a college
football team. The same was modified to suit the items in
the organisational domain. The measure contained 39 items
on the self-categorisation, evaluation, importance,
attachment, social embeddedness, behavioural involve-
ment, and cognitive awareness dimensions of OID.
Turnover intention
The turnover intention measure was based on five items
from Bozeman and Perrewe (2001). It included items
related to the three cognitions of the thought of quitting,
search, and the intention to quit.
Demographics
The demographic variables of age, gender, education level,
tenure, and total work experience were considered as
control variables for the purpose of this study.Data analysis and results
Discriminant validity
We began by conducting a series of confirmatory factor
analyses (CFAs) using AMOS 18.0 to examine the distinc-
tiveness of the multi-item variables in our model. Given the
small sample size relative to the measurement items
(Landis, Beal, & Tesluk, 2000), we considered the sub-
dimensions of the constructs as units of analysis. There-
fore, the construct of quality of LMX-I was represented
through indicators of affect and loyalty, while EEX-O was
considered through indicators of contribution and profes-
sional respect. Similarly, OID was represented through
indicators of self-categorisation, public evaluation, private
evaluation, importance, connectedness attachment,
dependence attachment, social embeddedness, behav-
ioural involvement, and cognitive awareness. The scores for
each indicator were computed as the sum of the scores on
the items that constituted each indicator. However, turn-
over intention was represented by two indicators. For this
scale, based on the results of the factor analysis, the itemsTable 1 Means, standard deviations, and correlations of the va
Variable 1 2 3 4 5
1 Age
2 Gender .104
3 Marital status .399** .118
4 Education level .181* .100 .021
5 Tenure .340** .006 .335** .020
6 Total work experience .510** .081 .458** .016 .64
7 LMX-I .016 .155* .033 .023 .11
8 EEX-O .020 .097 .005 .034 .10
9 OID .062 .023 .017 .056 .15
10 TI .121* .120 .135 .111 .08
11 M 2.05 1.25 1.27 3.62 29.54
12 S.D. .56 .43 .44 .67 31.22
Note: NZ 169; the internal consistency reliability estimates of Cronba
of the average variance extracted *p < .05; **p < .01.with the highest and the lowest loadings were combined
first, followed by the items with the next highest and the
next lowest loadings; the remaining single item was
allotted to the first indicator of turnover intention.
The distinctiveness of the four suggested constructs was
then tested by contrasting the four-factor model against
a three-factor alternative model. The overall model’s chi-
square, the Goodness of Fit Index (GFI) (Joreskog &
Sorbom, 1999), the Comparative Fit Index (CFI) (Bentler,
1990), the Tucker Lewis Index (TLI) (Tucker & Lewis,
1973), and the Root Mean Square Error of Approximation
(RMSEA) (Browne & Cudeck, 1993) were used to assess
model fit. The fit indexes (c2 (82) Z 132.66, p < .01;
GFI Z .91, CFI Z .95, TLI Z .94, RMSEA Z .061) revealed
that the hypothesised four-factor model fit the data well
and considerably better than the alternative model. The
alternative model was constructed by clubbing together the
LMX-I and the EEX-O indicators. The fit indexes of the
alternative model (c2 (85) Z 186.03, p < .01; GFI Z .87,
CFI Z .91, TLI Z .88, RMSEA Z .084) established the
superiority of the hypothesised model. These provided the
primary evidence for the distinctiveness of the constructs.
Additionally, we followed Fornell and Larcker’s (1981)
method to investigate construct distinctiveness further.
Specifically, we calculated the average variance extracted
(AVE) in each latent factor, and compared its correlations
with the other variables of interest to the square root of
AVE. The square roots of the AVEs are presented in Table 1.
As indicated in the table, for each latent variable, the
square root of AVE far exceeded its correlations with other
variables of interest, which demonstrated the discriminant
validity.
Common method issues
Since the information pertaining to the quality of LMX-I,
EEX-O, OID, and turnover intention was collected from the
same source, common method variance (CMV) was
a concern. Several procedural and statistical remedies
suggested by Podsakoff, MacKenzie, Lee, and Podsakoff
(2003) were used to minimise potential CMV. First,
anonymity and confidentiality of responses were promisedriables.
6 7 8 9 10 Sqrt (AVE)
8**
8 .167* (.90) .89
7 .102 .226** (.81) .82
9* .239** .366** .455** (.95) .78
3 .238** .356** .290** .500** (.87) .93
52.25 19.47 20.75 116.22 16.56
53.80 6.01 4.56 24.29 5.10
ch’s alpha are provided on the diagonals; Sqrt (AVE)Z square root
Table 2 Regression analyses of organisational identifica-
tion on exchange variables.
Model 1 Model 2
Control variables
Age .04 .04
Gender .02 .10
Marital status .11 .10
Educational level .05 .08
Organisational tenure .01 .03
Total work experience .31*** .21**
Independent variables
LMX-I .26***
EEX-O .39***
R2 .07 .32
F 2.13 9.51
ΔR2 .07** .25***
ΔF 2.13 29.39
Note: N Z 169; **p < .05; ***p < .01.
Table 3 Regression analyses examining mediating effects
of organisational identification on the relationship between
exchange variables and turnover intention.
Model 3 Model 4 Model 5
Control variables
Age .00 .06 .06
Gender .10 .04 .07
Marital status .03 .06 .09
Educational level .12 .12* .09
Organisational tenure .01 .14 .13
Total work experience .24*** .17** .11
Independent variables
LMX-I .28*** .19***
EEX-O .21*** .07
Mediator
OID .38***
R2 .06 .2 .3
F 10.03 13.87 17.53
ΔR2 .06*** .14*** .1***
ΔF 10.03 14.96 22.97
Note: N Z 169; *p < .1; **p < .05; ***p < .01.
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participants’ evaluation apprehension and social desir-
ability. Second, different sets of instructions were used for
each construct. Third, the two waves of the survey were
separated by a gap of 40 days on average, with a standard
deviation of 21 days. However, of the 169 respondents, 15
respondents either took both parts of the survey on the
same day or the time gap between their responses to the
two parts could not be recorded.
Finally, we tested the potential influence of CMV
statistically, using Harman’s one-factor test. The unrotated
principal component factor analysis, the principal compo-
nent analysis with varimax rotation, and the principal axis
analysis with varimax rotation, all revealed the presence of
four distinct factors with eigenvalue greater than 1.0,
rather than a single factor. The four factors together
accounted for 56% of the total variance; the first (largest)
factor did not account for a majority of the variance (21%).
Thus, no general factor was apparent. The fit indexes of the
one-factor model (c2 (90) Z 342.73, p < .01; GFI Z .79,
CFI Z .76, TLI Z .72, RMSEA Z .129) were less than
satisfactory, leading to the rejection of the one-factor
model. This suggests that common method variance was
of little concern and was, therefore, unlikely to confound
the interpretations of the results. Thus, CMV did not appear
to be a pervasive problem in this study.
Descriptive statistics and correlations of variables
Table 1 presents the means, standard deviations, and zero-
order correlations of all the key variables. As shown in
Table 1, interpersonal LMX (LMX-I), the exchange directed
at organisations (EEX-O), and organisational identification
were negatively correlated with turnover intention
(r Z .36, .29, and .50, respectively; p < .01). In
addition, LMX-I and EEX-O correlated significantly with OID
(r Z .37 and .46, respectively; p < .01). With respect to
control variables, work experience was found to correlate
significantly with LMX-I, OID, and TI, while EEX-O was
significantly correlated with organisational tenure. Addi-
tionally, LMX-I was found to correlate significantly with
gender, and age was significantly correlated with turnover
intention.
Tests of hypotheses
To test our hypotheses, we conducted a three-step hier-
archical multiple regression analysis (Cohen, Cohen, West,
& Aiken, 2003). First, the control variables were entered
into the regression equation, followed by LMX-I and EEX-O
in the second step. The mediating variable (OID) was
entered in the third step.
Tables 2 and 3 present the results of the hierarchical
regression analyses. Table 2 contains the analyses related
to Hypotheses 1 to 3. As shown in the table, both LMX-I
(b Z .26, p < .01, Model 2) and EEX-O (b Z .39, p < .01,
Model 2) are significantly positively correlated with organ-
isational identification, thus supporting Hypotheses 1 and 2.
Moreover, as is evident from the standardised regression
coefficients (.39 for EEX-O and .26 for LMX-I), EEX-O
explains more variance in OID than LMX-I does. Thus,Hypothesis 3 is also supported. Table 3 shows that LMX-I
(b Z .28, p < .01, Model 4) and EEX-O (b Z .21,
p < .01, Model 4) are significantly negatively correlated
with TI, supporting Hypotheses 4 and 5. Hypothesis 6 was,
however, not supported as EEX-O did not explain more
variance than LMX-I did in TI (.21 for EEX-O against .28 for
LMX-I). However, as was expected, OID was negatively
correlated to TI (b Z .38, p < .01, Model 5), supporting
Hypothesis 7. The relation between EEX-O and TI dropped
(from b Z .21, p < .01, Model 4 to b Z .07, p Z n.s.,
Model 5) on entering OID into the model. This supported
Hypothesis 9 related to the mediation of the relationship by
OID. Similarly, for Hypothesis 8, the relationship between
LMX-I and TI dropped (from b Z .28, p < .01, Model 4 to
bZ .19, p < .01, Model 5) on entering OID into the model.
12 M. Kumar, S. SinghThis supported the mediation of LMX-I and TI by OID. We
also used the Sobel (1986) test of indirect effect to test for
mediation. The test involves employing a z-test of the
product of two direct path coefficients relative to the
product of their standard errors. Statistics confirmed the
significance of the mediation analysis for both the cases
(z Z 2.93, p < .01 for LMX-I as an independent variable,
and z Z 3.72, p < .001 for EEX-O as an independent
variable).
Discussion
In this work, the perceived quality of the relation of an
employee with the manager or the organisation in general
and the sense of belonging to the organisation were used to
explain turnover intent on the part of the employee as
outcomes that would be of interest to organisations. There
have been quite a few studies exploring the relationship of
OID with outcome variables including the intention to leave
(Riketta, 2005), but the research on the antecedents of OID
has lagged behind. Therefore, more research directed
towards identifying the antecedents of OID needed to be
undertaken not only to bring it up to the level of those being
carried out with respect to outcomes, but also to integrate
the two streams of work. The present work attempted to do
this by exploring themediating role ofOID on the relationship
between the quality of exchange and turnover intention. The
study assumes added significance since comprehensive
measures of OID and the exchangewere used, and the results
were in line with those for one-dimensional measures.
Although the idiosyncrasies of the sub-dimensions were not
considered in this study (as they were not within the scope of
the study), we hope the supporting evidence is a step
forward in organisational research.
Except for one hypothesis, the results were satisfactory
and were in the expected direction. The results of this
study indicate that higher identification with the organi-
sation reduces the turnover intent on the part of
employees; the perceived superior quality of the leader-
emember relationship also has a negative influence on such
intentions. However, the perception of the relationships
directed at one’s boss differentially predicts (contrary to
the expected result) such intentions as compared to those
directed at the organisation. Moreover, those who perceive
they have a better relationship with their boss or the
organisation feel a sense of ownership, of being a part of
the organisation. These perceived relationships differen-
tially predict this sense of oneness with or belonging to the
organisation. Additionally, this sense of oneness explains
why a better perception of the relationship will reduce the
intention to leave the organisation.
Turning to the lack of support for Hypothesis 6, one
possible reason could be the complicated nature of the
relationship among the phenomena directed at different
levels. Even though TI as a construct is directed at organi-
sations, it could be that the opportunities to turnover in
terms of lower level representations (such as change of work
or change of departments) may be less frequent within the
organisation. For a construct like identification, however,
one is likely to find plenty of outlets to express organisational
level, work-group level, or interpersonal identification. Mostof the lower level antecedents in this case, therefore, are
likely to go to the same level of consequences. For turnover,
however, for the lower level antecedents, outlets at the
same level are likely to be fewer; in the absence of the same,
the thoughts, feelings, and actions are expected to be
channelled towards the available outlet, i.e., intent to
turnover from the organisation. This could perhaps explain
why for the relationshipwithOID, theexchange variables had
the expected results (comparatively), while for the rela-
tionship with TI, the results were not supported. The same,
however, needs to be verified through further research by
including the measures of opportunities for turnover from
‘present roles’ and ‘departments’.
Implications for research
Not much research has been conducted relating LMX and
OID; we did not come across any studies that envisioned OID
as a mediator between LMX and turnover intention. The
differential effect of exchange conceptualised at different
levels was explored, and preliminary evidence in support of
the same was found. We hope that this work would enrich
the research on turnover. Two of its antecedents (exchange
quality and OID) have been explored, and shown to simul-
taneously explain what affects TI and why it affects TI. The
corroboration of directionality in TI research with respect
to its relationship with exchange quality and OID is likely to
be enriched through this study that was done in two waves.
Implications for practice
From a managerial point of view (particularly in the Indian
context), the results are in keeping with the findings else-
where. This can be interpreted as a sign of the reduction in
the gap between Indian management practices and the
western contexts in which many of the earlier studies were
conducted.
In the changed scenario today, when loyalty can no
longer be demanded from employees, the perceived quality
of the relationship and how much the employees feel
a sense of oneness with the organisation are highly likely to
predict the turnover intention of the employees. There-
fore, it is essential for organisations to design interventions
directed at improving aspects of oneness and the quality of
exchange. Indian managers, therefore, should practice
giving more leeway to members in designing aspects of
their relationship with the organisation. Based on the
results of this study, this could involve aspects such as
deciding how they would like to see themselves as an
organisational member, how they would like to be evalu-
ated as an organisational member, what aspects of organ-
isational life they would consider important for themselves,
how they would like to project the organisation to
outsiders, and so on. Through such measures, managers can
hope to increase the participation of the other members.
Similarly, Indian organisations could also consider sensitis-
ing managers about the possible impact of their behaviour
on their employees’ perception of the exchange quality,
which is highly likely to influence the turnover intention of
the employees. Organisations should make managers aware
that they need to take care of not only their subordinates’
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prevailing regarding the kind of exchange practices in the
organisation, which also influences the members’ intent to
turnover. Moreover, the possibility of capturing an
employee’s turnover intention and directing intervention
strategies towards such cases is likely to help managers in
reducing actual turnover.
Strengths and limitations
One of the strengths of this study is that the data was
collected at two time intervals. The responses related to
the measures of exchange quality and OID were collected in
one wave, while those related to turnover intention were
taken in another wave. This approach limited potential
problems associated with CMV. Moreover, a comprehensive
measure of OID was tested, and support was found for its
predictive validity. Additionally, a relatively unexamined
multidimensional measure of LMX was used and extended
through operationalisation, directed at the interpersonal
level as well as at organisations.
The study also suffers from several limitations. The
sample size was small. Moreover, the operationalisation of
LMX-I and EEX-O could have been done by measuring the
four dimensions with each one directed at individuals as
well as organisations, instead of with two directed at
individuals and two at organisations. Additionally, the
exchange measures did not take into account the supervi-
sor’s perspective on the quality of exchange. The study
assumed that organisations operate in an ‘uncertain’ envi-
ronment. Organisations and industries, however, vary in the
uncertainty of their environment, based on their need for
information and resources (Daft, 2010).
Future scope of research
More research needs to be conducted to explore the
mediation of OID on its antecedents and TI relationships,
particularly including designs in which constructs directed
at individuals, groups, and organisations are contrasted for
their effect on TI and exploring the differential role of OID
as the mediator in such cases. Whether such differences
across variables directed at different levels apply across
situations or whether the situation plays its role in influ-
encing these would need to be explored. Future research
could bring in ‘uncertainty’ as a variable to account for its
role in explaining the results. Organisations need to train
their managers to be sensitive to the feelings of their
subordinates, and also in making the systems and processes
in the organisation more participatory in nature if they
want to keep turnover within desirable levels.
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